This study investigated the analysis of human resource practices of school principals in Nsukka Education Zone, Enugu State, Nigeria. A descriptive research design was adopted. Four research questions and one null hypothesis guided the study. Stratified random sampling technique was adopted for selecting the sample involved and a total of 480 respondents were drawn. The instrument for data collection was questionnaire titled: HRMPAQ (Human Resource Management Practices Analysis Questionnaire). Mean ratings and z-test were used in answering the research questions and testing the null hypothesis respectively. The findings of the study revealed that the principals do not employ the system of inter-class competition to improve the professional growth of teachers among others.
Introduction
Education is indispensable in national development. The National Policy on Education (2004) stated that education is an instrument for national development. It fosters the worth and development of the individual for each individual's sake and for the general development of the society. According to Tohannsen (2008) , appraisal implies an act of assessment, estimation, or judgment of something. It means to evaluate the worth, significance, or status of something or programme. HRM (Human Resource Management) involves the efficient and effective management of personnel with an organization. HRM is one of the vital functions of educational administrators. This is because every administrator has a function to perform through his staff and his own abilities. Akpakwu (2003) saw personnel management as the proper utilization of people in an organization towards achieving their needs and organizational goal. To this extent, it involves understanding the nature of people in an organization, their needs, and aspirations and evolving the necessary strategies to accomplish these needs and aspirations. It also involves identifying the objectives of the organization and creating a conducive atmosphere towards leading staff to achieving the goals of an organization. Falara (2003) saw personnel management as the process of obtaining, organizing, and motivating the human resources needed in an organization. He advocated for the creation of a very conducive and cordial environment in order to satisfy the needs of the workers and achieve organizational goods. Whatever name it is called, HRM is the responsibility of all those who manage people. The administrative manager must, therefore, find ways of satisfying their needs in such a way that the individuals, organization, and society's objectives are achieved.
HRM can be defined as administrative discipline for hiring and developing employees, so that they become more valuable to the organization. It includes conducting job analysis, planning personnel needs, and recruitment: selecting the right people for the job, orienting, and training; determining and managing wage and salaries; providing benefits and incentives; appraising performance, resolving disputes, and communicating with all employees at all levels (Akinseinde, 2009) .
The National Policy on Education (2004) defined secondary education as education children receive after primary school and before the tertiary stage. Secondary education is specifically concerned with preparing citizens for useful living within the society and for higher education. Secondary education is charged with the responsibility of providing all primary school learners with the opportunity for education at a higher level, providing trained manpower in applied sciences, technology, and commerce at a sub-professional grade and raising a generation of people who can think for themselves, respect the views and feelings of others, respect the dignity of labor, appreciate those who value especially under our broad national goals and live as a good citizen (Federal Republic of Nigeria, 2004) . To achieve these objectives, it is imperative for such school to be efficiently managed. Effective management of school implies a situation where the stated objectives of the educational institution are achieved. It is a situation in which financial, capital equipment and personnel resources are utilized effectively for the achievement of the goals of the school. Therefore, effective management of schools depends to a large extent on efficient utilization of school resources, especially the human resource.
In every organization, there are three major resources to be managed if the organization wants to achieve its objectives and goals. These resources are: human, material, and financial resources (Falara, 2003) . Out of the three, HRM is the most important and difficult to manage. The reason being that every human being is born unique and therefore is bound to have different characteristic, that is, the ways they think, feel, reason, and act. Secondly, human beings control and coordinate other resources. They constitute the workforce of an organization. Since human nature plays a very major part in the overall success of an organization, it is, therefore, important to have an effective working relationship between the employee and manager as this is essential for success of the organization.
Managing people at work is one of the basic functions of any organization. This is because without the personnel, the organizational goals and objectives cannot be achieved. For any organization to progress, it needs to know its staff's strengths at any point in time, know the training requirement of such staff, and generally keep a close look at the general welfare of its employees. It is also essential that the management of an organization should ensure that the workers are properly motivated, so that they can put in their best in order to achieve the objectives of the organization. In a situation where the management adopts a laissez fare attitude towards its workers, the organization will find it difficult to succeed irrespective of the financial and material resources plunged into the organization for use. On this basis, it is the duty of the leaders in any organization to ensure that the welfare of the staff is taken adequate care of. "Thus, staff personnel management is responsible for the implementation of the organization's policy, which is a written statement that provides guidelines for the management actions and decisions concerning matters affecting the management of human resources, such as employment, training and development, wages and salaries, discipline, welfare and industrial relations" (Graham, 1995, p. 10) .
Resource management is the proper utilization of human, capital, and material factors/elements in an organization for effective achievement of the goals of the organization or institution. Personnel management practices in this study imply the proper utilization of the people in an organization towards achieving their needs as well as organizational goals. It involves identifying the needs of people and the objectives of the organization and creating atmosphere towards achieving the set goals. Since management involves accomplishing result through other people, the role of manager is to assemble the best work team and motivate and guide the team towards the accomplishment of agreed-upon objectives. Thus, personnel management is concerned with obtaining the best possible staff for an organization and having gotten them, looking after them so that they will want to stay and give their best to their jobs (Cummings, 1998, p. 2) .
According to Appleby (2005, p. 5) , management exists principally to help an organization achieve its stated objectives. The principal goal of any organization is to stay in business by attaining the main motive for setting it up. The onus of realizing organizational goals lies squarely on the principal, administrator, manager, or head of the establishment. It is, therefore, the duty of the leader of an organization to devise appropriate means and mechanisms for getting the organization to attain its envisaged goals. This does through good planning, organizing, stimulating, and evaluating the major activities or programmes in line with the target objectives of the organization.
In this perspective, there is evidence of poor personnel management practices in our educational system today. There is the problem of manpower requirement. Thompson (2001) observed that Nigeria like most third world countries lacked qualified teachers especially technical and vocational teachers. The academic progress of the school is hampered since syllabuses and scheme of work cannot be convened; the inspectors would find it difficult to appraise the competence and usefulness of teachers and the performance of students in the school system. This is because in Nigeria today, there is irregular inspection and supervision in education sector. According to Fagbamiye (2003) , it is one thing to assign tasks to a worker and another thing to monitor the progress of such assignments, but in Nigerian situation especially in education industry, teachers are given the syllabuses to use without constant checks to find out if the methodology and content are being meticulously followed. Also, in our educational system, there are no regular staff seminars, conferences, and workshops. In service, courses are not granted, many remain unqualified or half-backed, and research efforts are not encouraged. Indeed, there is absence of staff motivation, incremental steps, and payment of annual leave. The resultant effect is that, there is brain drain to another sector, the reason being quite obviously due to the intolerable job dissatisfaction (Akpakwu, 2003) . On the other hand, economic incentive like salaries, fringe benefit, and promotion are unduly used to keep the morale of teachers high (Castelter, 2000) .
Added to that is the fact that staff training needs are minimal. Appleby (2005) postulated that staff training is the most effective when the learning experience occurs under conditions that are identical to the actual conditions that occur in the job. Training improves needed skills which build up confidence and satisfaction. In fact, training and development programmes foster the initiatives and creativity of employees, thus, preventing manpower obsolescence.
Concern has been expressed by individuals, parents, and the government that secondary schools in Enugu State are no longer adequately achieving the objectives for which they are set up. It is believed that no educational system can achieve its purpose without high quality, comfortable, secure, and dedicated teachers (Akpakwu, 2003) . Due to the fact that teachers are deprived from these inalienable rights, it has led to lower staff morale, resulting in frustration, resignation, and premature retirement, thus affecting efficiency and productivity in the system. In addition, there is absence of proper supervision and administration on students' poor academic performance. There has been grave concern about students' poor performance in recent years especially in public examinations like JAMB (Joint Admission and Matriculation Board) conducted examinations and the senior secondary certificate examination: SSCE (Senior School Certificate Examination) and WAEC (West Africa Examination Council) examiner's report. The problem of this study is, therefore, to analyze the HRM practices of secondary school principals in Enugu State.
The Statement of the Problem
The current poor instructional competency of secondary school teachers in Enugu State which manifests in students' poor academic achievement in our senior secondary certificate examinations is an issue of great concern to both parents and the Ministry of Education. The WAEC chief examiner's report revealed gross poor performance in all secondary school subjects. This situation coupled with increasing rate of truancy, poor utilization of instructional resources, and poor classroom management on the part of teachers tends to suggest that principals have not been managing the staff well.
The Purpose of the Study
The main purpose of the study is to analyze the HRM practices of secondary school principals in Enugu State. Specially, the study seeks:
(1) To determine the extent the principals improve the professional growth of their teachers; (2) To identify the extent of principals' involvement in staff interpersonal relationships; (3) To find out the extent the principals demonstrate effective staff discipline in order to promote teaching and learning; (4) To determine the extent the principals motivate their staff.
Research Questions
The following research questions have been formulated to guide the study: 
Hypothesis
The following null hypothesis was formulated to guide the study and was tested at 0.05 level of significance.
Ho1: There is no significant difference in the mean rating scores of rural and urban teachers on the analysis of principals' HRM practices in secondary schools in Nsukka Education Zone, Enugu State.
Methodology
Descriptive survey was employed in this study. A descriptive survey design seeks to document and describes what exists or the present status of existence or absence of what is being investigated (Ali, 1996) . This study sought to analyze the HRM practices of secondary school principals in Enugu State.
The study was conducted in Nsukka Education Zone, which is made up of three local government areas, namely, Nsukka, Igbo-Etiti, and Uzo-Uwani local government areas.
The population of the study comprises all the 2,400 secondary school teachers in Nsukka Education Zone. This involves 1,800 urban teachers and 600 rural teachers (Source: Post Primary School Management Board Nsukka, 2012).
Stratified random sampling technique was adapted in the study. This enable the researchers to randomly select 20% of the respondents from both rural teacher (120) and urban teacher (360) giving a total of 480 respondents as the sample.
The instrument the researcher used for data collation was questionnaire titled "HRMPAQ (Human Resource Management Practices Analysis Questionnaire)". It is an adaptation of Ekala's (2006) analysis of personnel management practices in post primary institution questionnaire. The instrument is a 20-item instrument scored on a 4-point scale of "VGE (Very great extent)", "GE (Great extent)", "LE (Less extent)", and "NE (No extent)". The instrument has two sections: Section A deal with personal data of the respondents while Section B contains four clusters with five items each on principals' improvement on professional growth of teachers, the level of the involvement of principals in interpersonal relationship among the staff, principals demonstration on effective staff discipline and measures to apply by the school principals for effective teachers' motivation respectively.
The instrument was face-validated by three experts, two from educational administration and planning and one from measurement and evaluation, all from University of Nigeria, Nsukka. They were requested to study the items and asses the suitability of the language, adequacy, and relevance of the items in addressing the research questions bearing in mind the purpose of the study. Their corrections and inputs formed the basis for modification of the items of the instrument.
In order to ensure the internal consistency of the instrument, a trial test was carried out on 30 teachers in five secondary schools in Anambara State who were not selected for the actual study. Internal consistency reliability for each of the cluster was computed using Cronbach Alpha (α). The computation yielded reliability index of 0.82, 0.75, 0.72, and 0.84 respectively. This was considered appropriate, because it ensured the extent of homogeneity of the items in each cluster. The Cronbach Alpha (α) formula was used, because it provides more stable measure of homogeneity.
The researcher and two trained research assistants administered the instrument directly and retrieved same from the respondents.
Data collected were analyzed using mean score and SD (standard deviation) in answering the research questions. Score of 2.50 and above was taken to mean that the respondent is in agreement with the option, while a mean score of 2.49 and below showed disagreement to the items of the instrument z-test statistic was used at 0.05 level of significant to test the hypothesis.
Results
The results presented in line with research questions and null hypothesis that guided the study are presented in Table 1 . Table 2 are indicative on the fact that both the principals and teachers are of the opinion that the principals' extent of level of involvement in interpersonal relationship among the staff includes all the five items in the Cluster 2 of the instrument. Table 3 , it can be seen that items 11, 14, and 15 are rated 3.21, 3.28, and 3.58 with SD of 0.73, 0.67, and 0.78 by the principals. The teachers rated items 11, 14, and 15 as 3.20, 3.25, and 2.80 with SD of 0.73, 0.71, and 0.69. This implies that out of five items in Cluster 3, three items score their mean above the criterion value of 2.50. On the other hand, items 12 and 13 are rated 2.44 and 1.38 by the principals while teachers rated 2.46 and 1.36 with SD of 1.05 and 0.54 respectively. This indicates that the principal that applies laissez-fare principles does not command discipline among his staff. Also, that principal does not refer erring staff to higher authorities for discipline. Table 4 , it can be seen that items 16, 19, and 20 are rated 3.96, 3.58, and 3.07 with SD of 0.63, 0.78, and 0.47 by the principals. The teachers rated items 16, 19, and 20 as 2.90, 3.25, and 2.78 with SD of 0.81, 0.69, and 0.47. Items 17 and 18 are rated 2.40 and 1.73 with for SD of 0.46 and 0.53 for principals while items 17 and 18 rated 2.35 and 2.20 with SD of 0.42 and 0.50 for the teachers. This is an indication that out of five items in the cluster, three items scored their mean above the criterion values of 2.50 while items 17 and 18 scored their mean below the criterion value of 2.50. This implies that the principals do not provide their staff with the materials to do their jobs and that the dedicated commitment displayed by staff on duty does not instigate the principals' action to motivate teachers. The calculated z-value at 378 degree of freedom and 0.05 level of significance is 0.091. Since the calculated value of 0.091 is less than the critical table value of 1.96, the null hypothesis is rejected. This is to say that there is no significant difference between the opinions of the principals and teachers regarding the principals' HRM practices in Enugu State secondary schools.
Discussion
Research question 1 sought to find out the extent principals improve the professional growth and quality of teachers in Enugu State post-primary schools. The results show that both the principals and teachers are of the opinion that principals improve the professional growth of teachers through four out of the five items in Cluster 1, specifically four out of five items in cluster 1 have mean scores above the cut-off point of 2.50 on a 4-point scale. These are items 1, 2, 4, and 5 with a cluster mean score of 3.04 for principals and 2.96 for the teachers respectively. These finding are consistent with that of Ekala (2006) and Ozigi (2000) who postulated that effective and successful seminars, workshops, and conferences are vital in our educational system especially in this era of modern management techniques, such programme can contribute to professional development of the personnel and others could as well benefit from a well coordinated and planned training programme, as it would contribute to qualitative improvement in education.
Research question 2 sought to find out the extent of principals' level of involvement in interpersonal relationships among the staff. From the result obtained, it is evident that all the principals and the teachers are of the opinion that the principals' extent of level of involvement includes all the items in Cluster 2 of the instrument: That the principals should maintain good flow of communication link among his staff, create good rapport between staff and himself, decentralize functions to staff, and maintain positive job satisfaction for his staff. This was evidenced by response mean scores of all the items in Cluster 2 which are all above the criterion value of 2.50. This is in line with the observation of Olagboye (1998) and Appleby (2005) that educational system which is human organization is composed of people who exist as an entity to achieve goals and requires some degree of freedom on the behavior of its members to promote interpersonal relations. In order to do this, the principals should maintain good flow of communication link among his staff and responsibilities have to be assigned among the people and the organization. Certain functions or duties should be decentralized to individual staff and above all the head teacher should create a good rapport between staff and himself.
Research question 3 sought to find out the extent principals demonstrate effective staff disciplines in order to promote teaching and learning. From the result obtained, it is an indication that principals develop adequate staff and personal policies, rules, and regulations to guide his staff; he also instantly checks attendance to duties as well as absenteeism of staff to duty, the principal uses rewards and punishment as a weapon to curb in disciplinary actions. This finding is in line with the earlier work by Doris (1999) which states the responsibilities in meeting staff discipline in school especially when the power of a principal has direct bearing with the affairs of the school, particularly in the areas of discipline and organizational climate. Also, Ngozi (1999) attained that principals have considerately powers and autonomy in the running of school especially with regard to staff discipline.
Research question 4 sought to find out measures applied by the principals to ensure effective teachers' motivation. The results from Table 4 indicate that principal recommends his staff to the higher authorities for promotion when necessary. The principal takes cognizance of the social and safety needs of his staff. The principal provides opportunities for professional improvement and continuous growth of his staff. The finding agrees with the earlier findings of Vroom (1994) , when he said that when jobs are structured in a way that makes intrinsic reward appears to result from good performance, the jobs themselves can be very effective motivators.
The test of hypothesis showed that the null hypothesis of no significant difference in the opinion of the two groups of respondents was not rejected. The hypothesis was tested using z-test analysis in which z-cal. of 0.09 is less than the critical table value of 1.96, making the null hypothesis not to be rejected. This implies that there is no significant difference between the opinion of the principals and the teachers on the analysis of principals' HRM practices in Enugu State secondary schools.
Conclusion
The findings of this study confirm that the principals do not employ the system of inter-class competition to improve the professional growth and quality of the teachers, also that some principals do not provide their staff with the right materials to do their job. The result of the study further reveals that the laissez-fair type of principals do not command discipline among their staff and that some principals failed to refer the cases of erring staff to higher authorities for disciplinary actions. If these constraints are not adequately addressed, they will continue to exist in the school system and may lead to low quality of secondary school product. The low quality secondary school product will in turn form poor foundation at the tertiary level. This may eventually amount to such vices as examination malpractices and cultism which may lead to production of poor quality graduates.
Recommendations
Based on the findings of the study, the following recommendations were made: (1) Inter-class competition should be introduced to improve the professional growth of teachers; (2) Principals should refer cases of erring staff to higher authorities for disciplinary actions; (3) Rewards and punishment should be used as a corrective weapon to err staff so as to serve as a deterrent to those who would be offenders; (4) In order to enhance interpersonal rapport among staff, staff welfare should be adequately taken care of; (5) Administration of secondary schools should be handled by experts based on educational qualifications and proven integrity in the field of educational administration.
